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AGREEMENT 

This Agreement entered into effective on this 14111 day of September, 2007, between the Delta 
County 4 T" Circuit Com1 (hereinafter refened to as the "Employer") and the Employees of Delta 
County 4 7111 Circuit Com1 Chapter ofLocal2755, affiliated with Michigan Council #25, AFSCME, 
AFL-CIO (hereinafter refened to as the "Union"). 

Note: The headings used in this Agreement and exhibits neither add to nor subtract from the 
meaning, but are for reference only. 

PURPOSE AND INTENT: 

The general purpose of this Agreement is to set forth terms and conditions of employment, 
and to promote orderly and peaceful labor relations for the mutual interest of the Employer, the 
Employees and the Union. 

The pariies recognize that the interest of the conmmnity and the job security of the 
Employees depend upon the Employer's success in establishing a proper service to the community. 

To these ends, the Employer and the Union encourage to the fullest degree friendly and 
cooperative relations between the respective representatives at all levels and among all Employees. 

ARTICLE 1. RECOGNITION: 

Section 1.1. Collective Bargaining Units. Pursuant to and in accordance with all applicable 
provisions of Act 379 of the Public Acts of 1965, as amended, the Employer does hereby recognize 
the Union bargaining in respect to rates of pay, wages, hours of employment, and other conditions 
of employment for the term of this Agreement of all Employees of the Employer included in the 
bargaining units described below: 

All regular· full-time and regular pali-time Employees employed by and under the direction 
of the Circuit Com1 for the County of Delta. 

Section 1.2. Definitions. The terms "Employee" and "Employees", when used in this 
Agreement, shall refer to and include only those permanent full-time Employees and regular part
time Employees who have completed their probationary period as set folih in this Agreement and 
who are employed by the Employer in the collective bargaining units set fot1h in Section 1.1. For 
purposes of this Agreement, the following definitions are applicable: 
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(a) Permanent Full-Time Employee. A permanent full-time Employee is an Employee 
who is working the official workweek on a regular schedule at a job classified by the 
Employer as permanent. 

() Regular Part-Time Employee. A regular part-time Employee is an Employee who 
is working less than the full-time requirements required of that position. 

(c) Irregular Part-Time, Temporary and Seasonal Employees. Irregular part-time, 
temporary and seasonal Employees are Employees who are scheduled to work a 
specific assignment, for a specified amount of time, with the understanding that 
employment will terminate with a pre-established date or condition with the 
exception of vacation relief previously agreed to by the Union and Management. 

(d) Immediate Supervisor. The term "immediate supervisor" as used in this Agreement 
shall mean those individuals holding the positions listed below: 

Employees Supervised by Friend of the Court ...... ......... .......... .. ........ ... ........... Friend of the Court 
Other Circuit Court Employees .. ........ .. .... .. .. ... .... .... ........... .. ............................ Circuit Court Judge 

ARTICLE 2. AID TO OTHER UNIONS: 

The Employer will not aid, promote or finance any labor group or organization which 
purports to engage in collective bargaining or make any agreement with any such group or 
organization for the purpose of undermining the Union. The Union agrees not to coerce Employees 
into the Union membership and further agrees not to make agreements with any other union for the 
purpose of coercing the Employer. 

ARTICLE 3. UNION SECURITY (AGENCY SHOP): 

(a) Employees covered by this Agreement at the time it becomes effective and who 
are members of the Union at that time shall be required, as a condition of continued employment, 
to continue membership in the Union or pay a service fee to the Union equal to dues and initiation 
fees uniformly charged for membership for the duration of this Agreement. 

(b) Employees covered by this Agreement who are not members ofthe Union at the 
time it becomes effective shall be required as a condition of continued employment to become 
members ofthe Union or pay a service fee equal to dues and initiation fees required for membership 
commencing thirty (30) days after the effective date of this Agreement, and such condition shall be 
required for the duration of this Agreement. 

(c) Employees hired, rehired, reinstated or transferred into the bargaining unit after 
the effective date of this Agreement and covered by this Agreement shall be required as a condition 
of continued employment to become members ofthe Union or pay a service fee to the Union equal 
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to dues and initiation fees required for membership for the duration of this Agreement, commencing 
the thirtieth (30th) day following the beginning of their employment in the unit. 

ARTICLE.4. DUES CHECKOFF: 

(a) The Employer agrees to deduct from the wages of any Employee, who is a member of 
the Union, all union membership dues and initiation fees uniformly required, if any, as provided in 
a written authorization in accordance with the standard form used by the Employer herein (see 
paragraph "d"), provided, that the said form shall be executed by the Employee. The written 
authorization for Union dues deduction shall remain in full force and effect during the period thirty 
(30) days immediately prior to the expiration of this contract. The termination must be given both 
to the Employer and the Union. 

(b) Dues and initiation fees will be authorized, levied and certified in accordance with 
the Constitution and Bylaws ofthe Local Union. Each Employee and the union hereby authorize the 
Employer to rely upon and to honor certifications by the Secretary-Treasurer of the Local Union, 
regarding the amounts to be deducted and the legality of the adopting action specifying such amounts 
of Union dues and/or initiation fees. 

(c) The Employer agrees to provide this service without charge to the Union. The 
Union shall indemnify and save the Employer harmless from any and all claims, demands, suits or 
any other action arising from this article or from complying with any requests for termination under 
this article. The Employee's earnings shall be regularly sufficient, after other legal and required 
deductions are made, to cover the amount of the appropriated Union dues. When a member in good 
standing of the Union is in nonpay status for an entire pay period and the wages are not sufficient 
to cover the full withholding, no deductions shall be made. In this connection, all other legal and 
required deductions have priority over Union dues. Deductions shall be made only in accordance 
with the provisions of said authorization form, together with the provisions of this Agreement. The 
Employer shall have no responsibility for the collection of initiation fees, membership dues, special 
assessments, service fees or any other deductions not in accordance with this provision. 

(d) Authorization form is provided by the Union. 

(e) Checkoff. The Employer agrees to deduct from the wages of any Employee who is 
a member of the Union a PEOPLE deduction as provided for in a written authorization. Such 
authorization must be executed by the Employee and may be revoked by the Employee at any time 
by giving written notice to both the Employer and the Union. The Employer agrees to remit any 
deductions made pursuant to this provision promptly to the Union together with an itemized 
statement showing the name of each Employee from whose pay such deductions have been made and 
the amount deducted during the period covered by the remittance. 

Page 3 of 38 



ARTICLE 5. REPRESENTATION FEE CHECKOFF: 

(a) The Employer agrees to deduct from the wages of any Employee who is not a member 
of the Union, the Union representation fee, as provided in a written authorization in accordance with 
the standard form used by the Employer herein (see paragraph "d"), provided, that the said form shall 
be executed by the Employee. The written authorization for representation fee deduction shall 
remain in full force and effect during the period thirty (30) days immediately prior to expiration of 
this contract. The termination notice must be given both to the Employer and to the Union. 

(b) The amount of such representation fee will be determined as set forth in Article 3 
of this contract. 

(c) The Employer agrees to provide this service without charge to the Union. 

(d) Authorization form is provided by the Union. 

(e) The Employer agrees to provide this service without charge to the Union. The 
Union shall indemnify and save the Employer hannless from any and all claims, demands, suits or 
any other action arising from this article or from complying with any requests for termination under 
this article. The Employee's earnings shall be regularly sufficient, after other legal and required 
deductions are made, to cover the amount of the appropriated Union dues. When any Employee is 
in nonpay status for an entire pay period and the wages are not sufficient to cover the full 
withholding, no deductions shall be made. In this connection, all other legal and required deductions 
have priority over Union dues. Deductions shall be made only in accordance with the provisions of 
said authorization form, together with the provisions of this Agreement. The Employer shall have 
no responsibility for the collection of initiation fees, membership dues, special assessments, service 
fees or any other deductions not in accordance with this provision. 

ARTICLE 6. REMITTANCE OF DUES AND FEES: 

(a) When Deductions Begin: 

Checkoff deductions under all properly executed authorizations for checkoff shall become 
effective at the time the application is signed by the Employee and shall be deducted from the first 
pay period of the month and each month thereafter. 

(b) Remittance of Dues to Financial Officer: 

Deductions for any calendar month shall be remitted to such address designated to the 
designated financial officer ofMichigan Council #25, AFSCME, AFL-CIO, with an alphabetical list 
of names and addresses of all Employees from whom deductions have been made no later than the 
fifth (51h) day of the month following in which they were deducted. 
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The Employer shall additionally indicate the amount deducted and notify the financial officer 
ofthe Council of the names and addresses ofEmployees who, through a change in their employment 
status, are no longer subject to deductions and further advise said financial officer by submission of 
an alphabetical list of all new hires since the date of submission. 

ARTICLE 7. UNION REPRESENTATION: 

(a) Steward, Alternate steward, and Unit Chairperson. 

The Employees covered by this Agreement shall be represented by not more than one 
steward. The Employer shall be notified of the name of the steward and the Unit Chairperson. The 
Unit Chairperson or the Steward shall be allowed the necessary time off during working hours 
without loss of pay to investigate and present grievances to the Employer in accordance with the 
grievance procedure. 

(b) Union Bargaining Committee. 

Employees covered by this Agreement shall be represented in negotiations by negotiating 
committee members. Bargaining by parties shall commence either during regular working hours or 
outside of regular working hours. Members of the bargaining committee shall be paid by the 
Employer for time spent in negotiations (maximum to be two (2) members paid). 

ARTICLE 8. RIGHTS OF THE EMPLOYER: 

It is understood and hereby agreed that the Employer reserves and retains, solely and 
exclusively, all of its inherent and customary rights, powers, function, and authority of management 
to manage the governmental operations ofthe Court, and its judgment in these respects shall not be 
subject to challenge. These rights vested in the Employer include, but are not limited to, those 
provided by statute or law, along with the right to direct, hire, promote, transfer, assign, and retain 
Employees in positions with the Employer; further to suspend, demote, discharge for just cause, or 
take such other disciplinary action which is necessary to maintain the efficient administration of the 
Court. It is also agreed that the Employer has the right to determine the methods, means, personnel, 
or otherwise by which the business of the Court shall be conducted and to take whatever action is 
necessary to carry out the duty and obligation ofthe Employer to the taxpayers thereof, as well as 
to determine the size of the work force and to increase and decrease the number of Employees 
retained; to adopt, modify, change, or alter its budget, to combine or reorganize any part or all of its 
operation; to determine the location of work assignments and related work to be performed; to 
determine the number of Employees to be assigned to operation; and to determine the number of 
supervisors. The exercise of the foregoing power, rights, authority, duties, and responsibilities by 
the Employer, the adoption of policies, rules, regulations, and practices in furtherance thereof, and 
the use of judgment and discretion in connection therewith shall be limited only by the specific and 
express terms of this Agreement and then only to the extent such specific and express terms hereof 
are in conformance with the Constitution and the laws of the State of Michigan, the Constitution and 
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the laws of the United States. Except as specifically provided in this Agreement, the Court hereby 
reserves and retains all of its inherent and lawful right, responsibilities, and authority under the 
applicable Michigan laws or any other national, state, county, district, or local law or regulations as 
they pertain to the Court. 

ARTICLE 9. SPECIAL CONFERENCE: 

(a) Special conferences for importaB.t matters will be arranged between the Chapter 
Chairperson and the Employer or its designated representative upon the request of either party. Such 
meetings shall be between at least two representatives of the Union and two representatives of 
management. Arrangements for such special conferences shall be made in advance, and an agenda 
of the matters to be taken up at the meeting shall be presented at the time the conference is requested. 
Matter taken up in special conference shall be confined to those included in the agenda. Conferences 
shall be held at a mutually agreeable time between the Employer and the Union. This meeting may 
be attended by representatives of the Council and/or representatives of the International Union. 

(b) The Union representatives may meet on the Employer's property for at least one-half 
hour immediately preceding the conference. 

ARTICLE 10. GRIEVANCE PROCEDURE: 

It is the intent of the parties to this Agreement that the grievance procedure set forth herein 
shall serve as a means for a peaceful settlement of disputes that may arise between them as to the 
application and interpretation of this Agreement or other conditions of employment. In order to be 
a proper matter for the grievance procedure, the grievance must be presented to the Employer, in 
writing, within ten ( 1 0) working days of the Employee's working knowledge of its occurrence. The 
Employer will answer, in writing, any grievance presented to it in writing by the Union. All time 
limits within this Article may be extended upon mutual agreement, in writing, by parties. 

Step 1. Any Employee having a grievance shall present it to the Supervisor as follows: 

(a) The Employee will present his grievance to his immediate supervisor with a copy to 
his Steward. Upon receipt of the grievance, the supervisor shall sign and date the steward's copy 
of the grievance. 

(b) The Supervisor shall give his answer to the Steward within three (3) working days of 
receipt of the grievance. 

Step 2. If the Supervisor's answer to Step 1 is not satisfactory, the Union may appeal the 
Supervisor's decision to the Circuit Court Judge within five (5) working days. With regard to all 
Employees other than those for whom the Friend of the Court is their immediate supervisor, they 
shall present their grievances directly to the Circuit Court Judge at Step 2. The Judge will answer 
in writing within five (5) working days of receipt of the appeal. 
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Step 3. 

(a) If the Judge's answer to Step 2 is not satisfactory, the Chapter Chairperson shall, before 
proceeding to Step 3(b) and within five (5) working days of receipt ofthe Judge's Step 2 answer, 
request a meeting with the Employer. The Employer will meet with the Union Representative within 
fifteen (15) working days from the date of said request in an effort to resolve the grievance. 

(b) If the Judge's answer to Step 2 is not satisfactory and the Union wishes to carry the 
matter further and Council #25 considers the dispute to be grievable, the Chapter shall file a demand 
for arbitration within thirty (30) days of the meeting in accordance with the American Arbitration 
Association's or Federal Mediation Conciliatory Service Rules and Procedures. 

(c) The arbitration proceedings shall be conducted in accordance with the American 
Arbitration Association Rules and Regulations. 

(d) There shall be no appeal from any arbitrator's decision. Each such decision shall be 
final and binding on the Union, its members, the Employee or Employees involved, and the 
Employer. The arbitrator shall make a judgment based on the express terms of this Agreement, and 
shall have no authority to add to, or subtract from any of the terms of this Agreement. The expenses 
for the arbitrator shall be shared equally between the Employer and the Union, except in cases 
involving similar issues where a previous award was in the Union's favor, the Employer shall pay 
the full cost of arbitration. 

(e) A grievance may be withdrawn without prejudice, and if so withdrawn, all financial 
liabilities shall be canceled. If the grievance is reinstated, the financial liability shall date only from 
the date of reinstatement. If the grievance is not reinstated within fifteen ( 15) calendar days from 
the date of withdrawal, the grievance shall not be reinstated. When one or more grievances involve 
a similar issue, those grievances may be withdrawn without prejudice pending the disposition of the 
appeal of the representation case. In such event, the withdrawal without prejudice will not affect 
financial liability. 

(f) It is understood and agreed that, if this Court comes under the jurisdiction of Michigan 
Public Act 438-433 of 1980, no provision in this Agreement shall be construed in conflict with said 
Public Act, recognizing that said Public Act has preference over the terms of the within Agreement. 

ARTICLE lO(A). PAYMENT OF BACK PAY CLAIMS: 

If the Employer fails to give an Employee work to which his/her seniority entitled him/her, 
and a written notice ofhis/her claim is filed with the Supervisor within thirty (30) days of the time 
the Employer first failed to give him such work, the Employer will reimburse him/her for the 
earnings he lost through failure to give him such work. 
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ARTICLE 11. COMPUTATION OF BACK WAGES: 

No claim for back wages shall exceed the amoW1t of wages the Employee would otherwise 
have earned. 

ARTICLE 12. DISCHARGE AND SUSPENSION: 

Notice of Discharge or Suspension: 

(a) The Employer agrees, promptly upon the discharge or suspension of an Employee, to 
notify, in writing, the Employee and his steward of the discharge or suspension. Said written notice 
shall contain the specific reasons for the discharge or suspension. No Employee will be discharged, 
suspended or demoted except for good cause shown. 

(b) The discharged or suspended Employee will be allowed to discuss his/her discharge 
or suspension with his/her Steward, and the Employer will make available a meeting room where 
he/she may do so before he/she is required to leave the property of the Employer. Upon request, the 
Employer or his designated representative will discuss the discharge or suspension with the 
Employee and the Steward. 

(c) Appeal of Discharge or Suspension: Should the discharged or suspended Employee 
and/or the Steward consider the discharge or suspension to be improper, it shall be submitted to Step 
2a of the Grievance Procedure. If Article 12 is used as a means of implementing the grievance 
procedure, said implementation shall take place within ten (1 0) working days of the discharge or 
suspensiOn. 

(d) Use of Past Record: 

In imposing any discipline or discharge on a current charge, the Employer will not take into 
account any prior infractions which occurred more than two (2) years previously. 

ARTICLE 13. SENIORITY (PROBATIONARY EMPLOYEES): 

(a) New Employees hired in the Unit shall be considered as probationary Employees for 
the first one hundred and forty seven (147) calendar days oftheir employment. When an Employee 
finishes the probationary period, he shall be entered on the seniority list of the Unit and shall rank 
for seniority from the one hundred and forty seven ( 14 7) calendar days prior to the day he completes 
the probationary period. There shall be no seniority among probationary Employees. 

(b) The Union shall represent probationary Employees for the purpose of collective 
bargaining in respect to rates of pay, wages, hours of employment, and other conditions of 
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employment as set forth in Article 1 ofthis Agreement, except discharged and disciplined Employees 
for other than Union activity. 

(c) Seniority shall be on a unit-wide basis. 

ARTICLE 14. SENIORITY LISTS: 

(a) Seniority shall not be affected by the age, race, sex, marital status, or dependents of the 
Employee. 

(b) The seniority list on the date of this Agreement will show the date of hire, names and 
job titles of all Employees of the Unit entitled to seniority. 

(c) The Employer will keep the seniority list up to date at all times and will provide the 
Chapter Chairperson with up-to-date copies upon request. 

ARTICLE 15. LOSS OF SENIORITY: 

An Employee shall lose his seniority for the following reasons only: 

(a) He quits. 

(b) He is discharged and the discharge is not reversed through the procedure set forth in 
this Agreement. 

(c) He is absent for two (2) consecutive days without notifying the Employer. Said 
working days must be two (2) completed scheduled shifts. In usual circumstances, exceptions may 
be made by mutual agreement between the Union and the Employer. After such absence, the 
Employer will send written notification to the Employee at his last-known address that he has lost 
his seniority, and his employment has been terminated. If the disposition made of any such case is 
not satisfactory, the matter shall be referred to the final step of the grievance procedw-e. 

(d) If he does not return to work when recalled from layoff as set forth in the recall 
procedure. In usual circumstances, exceptions may be made by mutual agreement between the 
Union and Employer. 

(e) If the Employee is not recalled from a layoff for a period equal to the Employee's 
seniority or two (2) years whichever is less. 

(f) Return from sick leave and leaves of absence will be treated the same as (c) above. 
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ARTICLE 16. SENIORITY OF OFFICERS AND STEWARDS: 

The Chapter Chairperson and Steward shall head the seniority list of the Unit during his or 
her term of office solely for purposes of layoff and recall and only if said Chapter Chairperson and 
Steward are full-time Employees and members of the grievance chain. The provisions of Article 
17(a) shall prevail whenever the bumping procedure is implemented. 

ARTICLE 17. LAYOFFS: 

(a) The word "layoff' means a reduction in the work force due to a decrease of work or 
lack of funding. In the event that a reduction in personnel occms, the Employer agrees to lay offthe 
least senior Employee first and thereafter use the inverse order of seniority, provided that the 
remaining senior Employees meet the minimum requirements and are capable of performing the 
required work. An Employee who is laid off may, within three (3) working days of notification of 
layoff exercise their seniority by taking the job of the least senior Employee in the bargaining unit 
who is working in a classification for which they have the necessary qualifications, etc. The bumped 
Employee may hereupon be given immediate notice of layoff, the provisions concerning advance 
notice of layoff notwithstanding, and such bumped Employee shall also have the right to elect to 
bump as above provided. Lateral or down bumping only will be allowed. 

(b) Employees shall receive the wages for the classification into which they bump based 
on their years of continuous service with the Employer. 

(c) In the event it becomes necessary for a layoff, the Employer shall inform the Employee 
to be laid off with fourteen (14) calendar days advance notice, in writing, and shall provide a list of 
the number of Employees scheduled for layoff, their names, seniority, job titles and work locations, 
to the proper Union Representatives. 

ARTICLE 18. RECALL: 

When an Employee is recalled, said recall shall be according to Union seniority, with the 
most senior Employee on layoff being recalled first. Notice of recall shall be sent to the Employee 
at his/her last known address by registered or certified mail and a copy shall be sent to the Chapter 
Chairperson. If the Employee fails to return to work within fifteen ( 15) calendar days from the date 
of mailing of notice of recall, he/she shall be considered a "quit". In unusual circumstances, 
exceptions may be made by mutual agreement. Upon recall, an Employee must be returned to 
his/her former classification. 

ARTICLE 19. TRANSFERS: 

(a) Transfer of Employees. If an Employee transfers to a position under the Employer not 
included in the bargaining unit, and thereafter, within ninety (90) days transfers back to a position 
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within the bargaining unit, he shall have accumulated seniority while working in the position to 
which he transferred. 

Employees transferring under the above circumstances shall retain all rights accrued for the 
purpose of any benefits provided in this agreement. 

(b) If an when operations or divisions or fractions thereof are transferred from one location 
to another for a period of more than thirty (30) calendar days, Employees affected will be given the 
opportunity to transfer on the basis of seniority, desire and classifications. Location exchange will 
be allowed in such cases. 

ARTICLE 20. JOB POSTING AND BIDDING PROCEDURE: 

(a) All vacancies and/or newly-created positions within the bargaining unit shall be posted 
within thirty (30) working days of the date the vacancy occurs. All vacancies or newly-created 
positions within the bargaining unit shall be filled on the basis of seniority and qualifications. All 
vacancies will be posted for a period of seven (7) working days, setting forth the minimum 
requirements and testing for the position in a conspicuous place on bulletin boards in each building. 
Employees interested shall apply, in writing, within the seven (7) working days posting period. The 
qualified applicant with the greatest seniority shall be given the job. The senior Employee applying 
for the position who meets the minimum requirements shall be granted up to a ten ( 1 0) working day 
trial period to determine: 

1. His/her ability to perform the job; 
2. His/her desire to remain on the job. 

(b) The job shall be awarded or denied within seven (7) working days after the posting 
period. In the event the senior applicant is denied the job, reasons for denial shall be given in writing 
to the Employee and his Steward. In the event the senior applicant disagrees with the reasons for 
denial, it shall be a proper subject for the grievance procedure. The Employer shall furnish the 
Chapter Chairperson with a copy of each job posting at the same time the posting is posted on the 
bulletin boards, and at the end of the posting period, the Employer shall furnish the Chapter 
Chairperson with a copy of the list of names of those Employees who applied for the job and 
thereafter notify the Union's Chapter Chairperson as to who was awarded the job. 

(c) During the ten working day trial period, the Employee shall the have the opportunity 
to revert back to his former position. If the Employee is unsatisfactory in the new position, notice 
and reasons shall be submitted to the Employee and his Steward, in writing. In the event the 
Employee disagrees, it shall be a proper subject for the grievance procedure. 

(d) During the trial period, Employees will receive the rate of the job they are performing. 
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(e) In the event no qualified Employee fills the vacancy from within the Circuit Court, the 
Employer shall deliver the vacancy positing to the Chapter Chairperson ofProbate Court and District 
Court for immediate display in accordance with the procedures described in Article 20 before said 
vacancy may be filled by a non-Court Employee. 

(f) In the event the position is filled by a Probate or District Court Employee, seniority 
shall be credited as follows: 

(1) The Employee's seniority date shall be the date the 
transfer to Circuit Court became effective for purposes of 
promotions, layoffs, recalls, vacation preference or other 
related similar rights and purposes. 

(2) The Employee's seniority date shall be the seniority 
date credited to him/her in the former Court for purposes of 
fringe benefits, such as, vacation pay, hospital and dental 
coverage, retirement, longevity, sick leave or other similar 
benefits. 

(3) Accumulated compensatory time, if any, shall not 
transfer with the Employee and no credit will be given. 

ARTICLE 21. VETERANS (REINSTATEMENT OF): 

The re-employment rights of Employees and probationary Employees will be in accordance 
with all applicable laws and regulations. 

ARTICLE 22. EDUCATION LEAVE OF ABSENCE FOR VETERANS: 

Employees who are reinstated in accordance with the Universal Military Training Act, as 
amended, and other applicable laws and regulations will be granted leaves of absence for a period 
not to exceed a period equal to their seniority in order to attend school full time under applicable 
federal laws in effect on the date of this Agreement where the Employer is required to grant said 
leave by law. 

ARTICLE 23. LEAVES OF ABSENCE: 

(a) Leaves of absence without pay for periods of not to exceed one ( 1) year will be applied 
for, in writing, on an application form supplied by the Employer, by the Employee to his Supervisor; 
such request shall contain the duration requested and such leave shall be granted, in writing, without 
loss of seniority for: 

l. Illness, leave (physical or mental); and, 
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2. Prolonged illness in the immediate family 

Where said illness prevents the Employee from working, such leave may be extended for like 
cause for a maximum of up to one (1) additional year. 

Employees shall accrue seniority while on any leave of absence granted by the provisions of 
this Agreement, and shall be returned to the position they held at the time the leave of absence was 
granted, or to a position to which his seniority entitled him, provided he/she meets the minimum 
qualifications of the position. 

(b) The following leaves may be granted, without pay, for periods up to one (1) year 
maximum: 

1. Educationalleave; 
2. Leaves for Union activities; 
3. Short-term personal leaves; and 
4. Child care. 

Employees shall retain seniority while on any leave of absence granted by the provisions of 
this section, and shall be returned to the position they held at the time the leave of absence was 
granted, or to a position to which his seniority entitles him; provided he/she meets the minimum 
qualifications of the position. 

(c) Management reserves the right to verify the claim of disability by a physician of the 
Employee's choice at the Employer's expense. 

(d) Said Employee shall be allowed to participate in the medical, life and dental insurances 
provided the premiums are paid by the Employee in advance of the established due date of said 
premium. 

(e) Members of the Union selected to attend a function of the Union shall be allowed seven 
(7) days per year without pay to attend such function. No more than two (2) Employees shall be 
allowed said time off at any one time. 

(f) Employees hired to replace Employees on leave of absence will be considered 
temporary Employees and will not be subject to the rate of pay and terms and conditions of the 
contract nor will they accrue seniority. This section shall not supersede Article 22. 

(g) Adjustment to anniversary benefit date will be made for a leave of absence without pay 
according to the number of days not paid. 

(h) The representatives of the Employer and Union agree that it is their mutual intent and 
understanding to comply fully with the terms and conditions of the Family Medical Leave Act of 
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1993 (FMLA). Generally, FMLA leave is unpaid. However, an eligible Employee may choose all 
or part of paid leave entitlement for which he/she is otherwise eligible under the terms of this 
Agreement during their FMLA leave time. If an Employee does not choose to substitute accrued 
paid leave, the Employer may, at its discretion, request the Employee to substitute all or part of 
accrued paid leave for FMLA leave. While the parties understand and agree that the rights 
established by FMLA will not diminish any Employee benefit programs or plans or paid leave 
provision dictated by tem1s of the Agreement, they also agree that any rights afforded by the FMLA 
will not be used to expand an Employee's contractual rights and benefits, provided those rights and 
benefits meet or exceed the basic requirements of the FMLA. 

A description of the provisions of the FMLA, as described by the U.S. Department ofLabor, 
is attached to the Agreement as Appendix E. 

ARTICLE 24. UNION BULLETIN BOARD: 

The Employer shall provide space on existing bulletin boards in the Employer's place of 
business which may be used by the Union for posting notices pertaining to Union business. Such 
notices shall be limited to elections, meetings and social affairs. Any other notices or information 
which the Union wishes to place on said bulletin boards must have the prior approval of the 
Employer. 

ARTICLE 25. RATES FOR NEW JOBS AND RECLASSIFICATION REQUESTS: 

(a) When a new job is created or existing positions are consolidated, the Employer will 
notify the Union of the classification and rate structure prior to its becoming effective. In the event 
the Union does not agree that the classification and rate are proper, it shall be subject to negotiations. 

(b) Reclassification Request: During the term of this agreement Employees who seek to 
be reclassified, given a nonautomatic step increase, or have their classification reallocated to higher 
pay grade may make an application in writing for such change to their supervisor. The Employee's 
supervisor shall forward to the Circuit Court Judge such application, together with a detailed written 
statement from the Employee's supervisor, within thirty (30) days of receipt. As a general rule, a 
significant change in job content, duties, and responsibilities must have occurred to justify any 
change. Increases in Employee proficiency at their assigned tasks or heavier work loads, standing 
alone, will not normally be considered sufficient justification for favorable action. After receipt by 
the Circuit Court Judge of the documentation submitted by a recommending supervisor, along with 
any other supporting data such as the Employee's job description and the employment history which 
the Judge may deem advisable to consider, the Judge may, in his sole discretion, approve, reject, or 
modify the requested change. Any and all such action by the Circuit Court Judge shall not be subject 
to the Grievance and Arbitration Procedure set forth in this Agreement. The Union shall be notified 
in writing of the action taken by the Circuit Court Judge within five (5) days of such action. All 
reclassifications shall be retroactive to the date of initial submission if the Employee has been 
actually performing the duties contained within the reclassification. 
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ARTICLE 26. TEMPORA.RY ASSIGNMENTS: 

Temporary assignments for the purposes of filling vacancies of Employees who are on 
vacation, absent because of illness, etc., will be granted to the senior departmental Employee who 
meets the minimum requirement for such job. Such Employee will receive the rate of pay of the 
higher classification, provided that such Employee shall fill such vacancy for a period of six (6) 
consecutive working days. 

ARTICLE 27. JURY DUTY: 

An Employee who reports for jury duty will be paid the difference between his pay for jury 
duty and his regular pay. 

ARTICLE 28. SAFETY COMMITTEE: 

A safetyconunittee ofEmployees and Employers is hereby established. This committee shall 
consist of the stewards, and shall meet at the call of either pariy during regular daytime working 
hours for the purpose of making recommendations to the Employer. In the event the 
Employer fails to implement a valid safety recommendation of the Union, and the Union wishes to 
cany the matter fmiher, such shall become a proper subject for the final step of the grievance 
procedure. 

It is understood by the parties that Employees shall not be required to work if the temperature 
inside the building is below sixty-three (63) degrees or above eighty-three (83) degrees. Therefore, 
ifthe temperature inside the building remains below sixty-three (63) degrees for a period of one hour 
and the furnace is not operative during that period, or above eighty-three (83) degrees for a period 
of one hour and the air conditioning is not operative dming that period, the Employees will be sent 
home and paid for the remaining part of their work day. The thermometer in the Friend of the Court 
Reception Office is to be used as the official temperature indicator, and the Friend of the Court will 
be responsible for carrying out this provision in the Employer's absence. It being further agreed that 
if Employees are instructed not to report to work for the reason that the heating or cooling system 
is not operable, the Employees shall be paid their regular salary for any day instructed not to repOii. 

ARTICLE 29. WORKER'S COMPENSATION CON-THE-JOB INJURY): 

(a) Each Employee will be covered by the applicable worker's compensation laws and the 
Employer further agrees that an Employee being eligible for worker's compensation may use sick 
leave time sufficient to make up any difference between the an1otmt which he would receive pursuant 
to worker's compensation laws and his regular weekly income until all accumulated sick leave is 
utilized. 
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(b) Whenever an Employee applies for worker's compensation, said Employee may use 
sick leave until worker's compensation has been verified or until all accumulated sick leave has been 
used. In the event the Employee decides to use sick leave during this period and worker's 
compensation is granted, all sick leave used will be paid back to the Employer by the Employee not 
accruing any sick leave until all days for which worker's compensation has been paid and deducted. 
However, the Employee must not use more sick days than he/she has accumulated. 

Employees, if requested, will be required to submit periodic illness/injury status reports from 
a doctor and will submit a report from a doctor following an illness or injury indicating that he or 
she is physically able to do work available before he or she returns to active work. 

When sick leave hours are exhausted, the Employee will remain on worker's compensation 
until the Employee's worker compensation benefits are terminated or exhausted. Employees who 
receive only worker's compensation, and who do not draw from their accumulated leave time, shall 
be considered to be on leave of absence and will receive no accumulation of any leave time (i.e. 
vacation, sick leave, personal leave, etc.). 

(c) Ifthe Employee is receiving worker's compensation, the Employer will continue to 
pay the health insurance premium as outlined in Appendix C for six months, if the Employee 
remains on the Employer's compensation. During this six month period, the Employee is 
responsible for his/her monthly portion of the health insurance, including dental, life, etc. if the 
Employee wishes the coverage to remain in force. 

ARTICLE 30. WORKING HOURS: 

(a) The regular work week for court Employees, except for salaried Employees as 
designated in Appendix B, is established at thirty-five (35) hours per week. Hours to be worked for 
salaried Employees designated in Appendix B shall be as directed by the Judge. It is understood and 
agreed that the working hours for all other Employees in this court may be 
changed pursuant to agreement by and between the Employees and the Judge, or at such other time 
as required by State Law. 

(b) Employees shall be allowed sixty (60) minutes for lunch. 

(c) Employees may take a fifteen (15) minute coffee in the a.m., and a fifteen (15) minute 
coffee break in the p.m., which coffee break may be taken outside of their working area. 

(d) An Employee on call-out will receive time and a half where applicable for the actual 
hours worked or two hours straight time, whichever is greater. 
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ARTICLE 31. SICK LEAVE: 

(a) Employees shall accumulate one-half(~) day of sick leave per pay period, not to 
exceed thirteen (13) days per year with one hundred and fifty-nine (159) days maximum 
accumulation which shall be used for nonoccupational disabilities, except as set forth in Article 29. 
Employees shall receive one-half of all sick leave accumulated in the form of pay at their current 
hourly rate upon termination. Upon the death of an Employee, one-half of all sick leave accumulated 
shall be paid to the Employee's estate at the last rate earned by the deceased. Sick leave will be 
deemed to be continued employment for the purpose of computing all benefits referred to in this 
Agreement and will be construed as days worked specifically. 

(c) Sick leave and leave of absence without pay shall be granted for newborn child 
care according to prevailing law and the terms of this Agreement. The Employee requesting such 
leave shall file her request, in writing, five (5) months before the expected birth of the child. When 
the Employee can furnish a physician's statement certifying her fitness to perform her tasks, she shall 
be allowed to continue her position during her pregnancy. 

(c) Effective May 17, 1999, the maximum accumulation of sick leave shall be 159 days. 

(d) Any Employee who shall take sick leave from their duties shall not engage in other 
employment or recreational activity and shall remain at their residence, other than to obtain medical 
attention, supplies, or necessary food or drink. Improper use of sick leave by an Employee may be 
grounds for disciplinary action. 

(e) After five (5) consecutive sick days, or if the Employee sustains an injury or illness that 
may effect the Employee's ability to perform their job duties, the Employer may require a doctor's 
release to return to work. 

ARTICLE 32. FUNERAL LEAVE: 

An Employee shall be allowed five (5) consecutive working days with pay as funeral leave 
not to be deducted from sick leave for a death of the Employee's mother, father, spouse, child, 
grandchild, brother, or sister. 

An Employee shall be allowed three (3) consecutive working days with pay as funeral leave 
not to be deducted from sick leave for a death in the extended family . Extended family is to be 
defined as follows: Step-parents, step-brother, step-sister. step-children, mother-in-law, father-in
law, brother-in-law, sister-in-law, grandpareotso <tn d r, kp·gr;nJdcblld, or amemberofthe Employee's 
household. Any Employee selected to be a pallbearer lnr (I deceased Employee will be allowed one 
(1) funeral leave day with pa~ . to be deducted :rom sick leave. The Chapter Chairperson, or his 
representative, shall be C:Jllow~ ,1 one (1) funeral lea· day with pay to be deducted from sick leave 
in the event of a death of a member of the Union,' !10 is a member of the bargaining unit, for the 
exclusive purpose of attending the funeral. 
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ARTICLE 33. TIME AND ONE-HALF: 

Except for salaried Employees set forth on Appendix B, where a nom1al work day consists 
of seven (7) hours per day and thirty-five hours per week, an Employee working between thirty-five 
(35) and forty (40) hours per week shall be given the option of taking compensatory time off with 
pay equal to the time worked over thirty-five hours. Employees shall receive wages or 
compensatory time off at the rate of time and one-half for each of said hours worked in excess of 
forty ( 40) hours per week. All Employees covered by this Agreement, who perform work on a 
Sunday, shall be paid at the rate of time and one-halfforthose hours actually worked on said Sunday. 
All such overtime shall have prior approval of the Supervisor except in the case of an emergency. 
Overtime for an emergency must be reported by the Employee within one (1) working day to their 
supervisor. During a layoff, overtime may be performed only during an emergency. If the Union 
feels the Employer is abusing the above right, the matter shall be refened to Step Three (3) of the 
Grievance Procedure. 

ARTICLE 34. HOLIDAY PROVISIONS: 

·The paid holidays are designated as: 

New Year's Day 
President's Day 
Memorial Day 
Independence Day 
Labor Day 
Veteran's Day 

Thanksgiving Day 
Day after Thanksgiving Day 
December 241

h 

Christmas Day 
December 31st 
A Floating Holiday 

Floating holidays shall be used at the Employee's discretion. However, only upon reasonable 
notice and with agreement ofthe Employer. Requests for floating holidays shall not be unreasonably 
withheld by the Employer. 

Floating holidays can be used as an adjunct to vacation leave. 

Employees will be paid their current rate based on their regularly scheduled work day for said 
holidays. 

(a) The anniversary year shall be defined as that date on which an Employee receives the 
floating holiday. Employees will forfeit said floating lwlirl<~:' r s) if hcishe fails to utilize the benefit. 

(b) Should a holiday fall on Sunday, Monday shall be considered as the holiday. Should 
an Employee be required to work on a holiday, said l~mploye· · <:hall receive wages for said hours 
worked at the rate oftime and one-half and, in additiuu thereto, hall receive compensatory time for 
the hours worked in which shall be determined on a straight-time basis. 
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(c) If a holiday falls on Saturday, the Employer will either schedule the preceding Friday 
off with pay, or the Employer shall provide an extra day's pay in lieu of the holiday. 

(d) Whenever consecutive holidays occur on a weekend or any part of a weekend, Friday 
and Monday shall be considered the official holidays. 

ARTICLE 35. PERSONAL LEAVE: 

The Employer will make available a total of three (3) days to be used for personal leave. 
Personal Leave shall not be accumulative from year to year and the Employee will forfeit said days 
if the Employee fails to utilize the benefit. 

(a) The anniversary year shall be defined as that date on which an Employee has been 
employed continuously for one year. 

ARTICLE 36. LONGEVITY PAY: 

In addition to the wages for all Employees under the terms of this Agreement, as stated 
herein, each Employee shall be paid longevity as follows: 

Longevity schedule effective September 14, 2007, to September 13,2010: 

Service Years 

Three years 
Four years 
Five years 
Six years 
Seven years 
Eight years 
Nine years 
Ten years 
Eleven years 
Twelve years 
Thirteen years 
Fourteen years 
Fifteen years or more 

Amount 

$350.00 
450.00 
450.00 
450.00 
500.00 
500.00 
500.00 
600.00 
600.00 
600.00 
600.00 
600.00 
700.00 

Said longevity pay shall be effective and paid the first pay period following entitlement based 
on the Employee's individual armiversary date of employment. 
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ARTICLE 37. VACATION ELIGIBILITY: 

The Employee's anniversary date shall be used to compute vacation benefits. An Employee 
will earn credits toward vacation with pay in accordance with the following schedule: 

Years of Service 

After one ( 1) year 
After two (2) years 
After three (3) years 
After four ( 4) years 
After five (5) years 
After six ( 6) years 
After seven (7) years 
After eight (8) years 
After nine (9) years 
After ten (1 0) years 
After eleven ( 11) years 
After twelve (12) years 
After thirteen ( 13) years 
After fomieen ( 14) years 
After fifteen (15) years 
After sixteen ( 16) years 
After seventeen (17) years 
After eighteen (18) years 
After nineteen ( 19) years 
After twenty (20) years 
After twenty-one (21) years 
After twenty-two (22) years 
After twenty-three (23) years 
After twenty-four (24) years 
After twenty-five (25) years 

Number of Vacation Days 

5 days 
10 days 
10 days 
10 days 
15 days 
16 days 
17 days 
18 days 
19 days 
20 days 
21 days 
22 days 
23 days 
24 days 
25 days 
25 days 
26 days 
26 days 
27 days 
27 days 
28 days 
28 days 
29 days 
29 days 
30 days 

ARTICLE 38. VACATION PERIOD: 

(a) Vacations will be granted at such li• ''during the year suitable to the Employee and 
Employer, with due regard given for EmpluY'-' ' : . ority. 

(b) When a holiday is observed by the Emrl 'yer during a scheduled v:1• ation, the vacation 
will be extended one (1) day continuous with the v;1 •ion. 
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(c) A vacation may not be waived by an Employee and extra pay received for work during 
that period between anniversary dates. Vacation days may not be carried from one anniversary 
period to another without written approval by the Employer. 

(d) If an Employee becomes ill and is under the care of a duly licensed physician during 
his/her vacation, his/her vacation shall be rescheduled and such time off shall be charged to either 
sick leave or time off without pay. In the event his/her incapacity continues through the year, he/she 
will be awarded payment in lieu of vacation time. 

(e) It shall be the responsibility of the Employee to submit requests for vacation time far 
enough in advance so that they may be scheduled by the Supervisor without disruption of the 
department work schedule. Failure to do so may result in loss of vacation time. 

ARTICLE 39. PAY ADVANCE: 

(a) If a regular payday falls during an Employee's vacation, and an Employee wishes to 
receive a pay advance, the Employee must submit a pay advance request form at least three business 
days prior to receiving a check. 

(b) If an Employee is laid off or retires, or severs his/her employment, he/she will receive 
any unused vacation credit including that accrued in the current calendar year. A recalled Employee 
who received credit at the time oflayoff, for the current calendar year, will have such credit deducted 
from his/her vacation the following year. 

(c) Rate during vacation: Employees will be paid their current rate based on their regular 
scheduled pay while on vacation and 'Arill receive credit for any benefits provided for in this 
Agreement. 

ARTICLE 40. DIRECT DEPOSIT: 

(a) New Employees as of September 14,2004, will be encouraged to electronically transfer 
their payroll checks (direct deposit). 

ARTICLE 41. HOSPITALIZATION MEDICAL COVERAGE: 

(a) The Employer agrees to pay the premium for hospitalization medical coverage for the 
Employee and his/her family as outlined in Appendix C. This coverage shall be applied to all full
time Employees covered by the terms of this Agreement. The Employer reserves the right to accept 
bids from other carriers. If another carrier is selected, the Employ·~r agrees to provide equal or better 
coverage in comparison to what is currently enj<)ye<l. 

(b) The Employer agrees to pay the premium as outlined in Appendix C for hospitalization 
medical coverage for the Employee and his/her family during an Employee ' s absence as the result 
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of any i~ury, illness or maternity to the extent that said Employee is either drawing sick leave 
benefits or vacation benefits and, in the event that said Employee is drawing worker's compensation, 
the Employer agrees to pay the premium as outlined in Appendix C for said hospitalization for a 
period not to exceed six ( 6) months. 

(c) The Employer agrees to pay coverage as outlined in Appendix C for Blue Cross Blue 
Shield of Michigan Health Insurance Plan. 

(d) The Employer agrees to provide payment to the insurance carrier as outlined in 
Appendix C for the Blue Cross Blue Shield dental care program during the term of this Agreement. 

(e) The Employer will grant the Employees who maintain adequate medical coverage for 
themselves, spouses, and dependents, the option of payment in lieu of the health insurance premium 
as outlined in Appendix D. 

(f) Employees who retire from employment with the Employer, in accordance with the 
provisions of the Employer's retirement system, may, at retirement age, have the privilege of 
continuing the Group Medical Policy or Medicare supplement coverage; provided that said 
Employee is eligible under the Group Medical Policy. The Employee must pay the group premium 
rate as established in effect, in advance, for said coverage and only until such time as the Employee 
and/or his/her spouse or dependents attain the age of sixty-five (65) years, or are eligible for 
Medicare benefits or other governmental medical benefits. Retired Employees covered by Medicare 
may carry, at their own expense under the Employer's group policy, a Medicare supplement policy. 
The cost of said policy to be paid, in advance, by the Employee at a rate established in accordance 
with the policy terms. 

The above privilege will be extended for those Employees who, at retirement age, have 
completed ten (1 0) or more consecutive years of service with the Employer, immediately prior to 
retirement. 

(g) Employees who retire from the Employer in accordance with the provisions of the 
Employer's retirement system may, at retirement age, continue the Employer's Group Policy for life 
insurance, if the Employee pays the group premium in effect, in advance for said coverage until age 
seventy (70). The above privilege will be extended for those Employees who, at retirement age, have 
completed ten (1 0) or more consecutive years of service with Employer, immediately prior to 
retirement. 

ARTICLE 42. LIFE INSURANCE COVERAGE: 

The Employer agrees to pay the premium p f' :1 term i, ;:e insurance plan for each Employee as 
outlined in Appendix C; face value of$10,000.UU •vhile eruployed. 
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ARTICLE 43. COMPUTATION AND PAYMENT OF BENEFITS: 

All hours paid to an Employee shall be considered hours worked for the purpose of 
computing any of the benefits under this Agreement. 

ARTICLE 43(A). NOTICE OF RETIREMENT: 

A person planning to retire must give thirty (30) days written notice prior to the planned date 
of retirement in order to receive payment for accrued sick leave and annual leave at time of 
retirement. This will not effect emergency or medical retirement. 

ARTICLE 44. UNEMPLOYMENT COMPENSATION: 

The Employer agrees to fumish unemployment compensation to all Employees laid off in 
accordance with permissible legislation. 

ARTICLE 45. CONTRACTING AND SUBCONTRACTING OF WORK: 

During the term of this Agreement, the Employer shall not contract out or subcontract any 
work, in whole or in part, that is regularly or nonnally performed by members of the bargaining unit 
where said contracting or subcontracting would reduce the work force or circumvent Article 20 of 
this Agreement. 

ARTICLE 46. CONSOLIDATION OR ELIMINATION OF JOBS: 

The Employer agrees to notify the Union prior to any consolidation or elimination of jobs, 
and the Employer further agrees to meet with the Union, if the Union shall request such a meeting, 
in order that the Employer might explain its reason for such consolidation or elimination of jobs. 

ARTICLE 47. BENEFITS CPART-TIME EMPLOYEES): 

(a) An Employee who works less than seventeen and one-half(l71h) hours per week shall 
receive fifty percent (50%) of the fringe benefits available to an Employee who works thirty-five (35) 
hours per week. An Employee who works in excess of seventeen and one-half hours (17\/z) per 
week, but less than thirty-five hours per week, shall receive fringe benefits prorated according to the 
hours worked with the exception of those mentioned in the following paragraphs. 

(b) The Employer agrees to pay the premium as outlined in Appendix C for hospitalization 
under the Health Insurance Plan for part-time Employees working more than 17 Yz hours per week. 

(c) The Employer further agrees to pay the premium as outlined in Appendix C for life 
insurance of $10,000.00 for part-time Employees working more than 17llz hours per week. 
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ARTICLE 48. MILEAGE ALLOWANCE: 

Employees who are required to use their personal automobile for official business will be 
reimbursed at the rate per mile as set by the County Board for all other Employees and elected 
officials of Delta County. 

ARTICLE 49. EDUCATION: 

In the event an Employee is required by the Employer to attend educational classes or 
sessions, the Employee shall be paid his or her regular wages, and the Employer shall be responsible 
to pay the cost of attending said classes which shall include tuition, course materials, mileage, 
lodging and meals. 

ARTICLE 50. WAIVER CLAUSE: 

It is the intent of the parties hereto that the provisions of this Agreement shall supersede all 
prior agreements or understandings, oral or written, expressed or implied, between such parties and 
will hence forward govern their entire relationship and constitute the sole source of any and all rights 
or claims which may be asserted in arbitration hereunder, or otherwise. 

It is the intent of the parties that this Agreement contain all economic and non-economic 
terms and conditions of employment applicable to Employees covered by this Agreement. Both 
parties accordingly acknowledge that during the negotiations which resulted in this Agreement, each 
had the unlimited right and opportunity to make demands and proposals with respect to any subject 
or matter not removed by law from the area of collective bargaining, and that the understandings and 
agreements arrived at by the parties after the exercise of that right and opportunity are set forth in 
this Agreement. Therefore, the Employer and the Union, for the life of this Agreement, each 
voluntarily and unqualifiedly waive the right, and each agrees that the other shall not be obligated 
to bargaining collectively with respect to any subject or matter not specifically referred to or covered 
by this Agreement, even though such subject or matter may not have been within the knowledge or 
contemplation of either or both of the parties at the time that they negotiated or signed this 
Agreement. 

ARTICLE 51. SUCCESSOR CLAUSE: 

This Agreement shall be binding upon the Employer's successors, assignees, purchaser, 
lessee or transferees, whether such succession, assignment, or transfer be affected voluntarily or by 
the operation of law; and in the event of the Employer's merger or consolidation with another 
Employer, this Agreement shall be binding upon the merged or consolidated Employer. 
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ARTICLE 52. APPENDIXES: 

The following appendixes are incorporated and made a part of this Agreement: 

Appendix A - Pensions 
Appendix B - Rate of Pay Levels and Job Titles 
Appendix C - Health. DentaL and Life Insurance Coverage 
Appendix D - Payment in Lieu of Health Insurance 
Appendix E - Family and Medical Leave Act 
Appendix F- Drug and Alcohol Policy 

ARTICLE 53. TERMINATION AND MODIFICATION: 

This Agreement shall continue in full force and effect until September 13, 20 I 0. 

(a) If either patiy desires to amend and/or terminate this Agreement, it shall, one hundred 
twenty (120) days prior to the above termination date, give written notification of same. 

(b) If neither party shall give such notice, this Agreement shall continue in effect from year 
to year thereafter, subject to notice of amendment or tetmination by either party, on one hundred 
twenty (120) days written notice prior to the current year's termination date. 

(c) Notice ofTermination or Modification: 

Notice shall be in writing and shall be sufficient if sent by certified mail, addressed if to the 
Union, to Michigan Council #25, 710 Chippewa Square, Marquette, Michigan 49855; and ifthe 
Employer, addressed to the Delta County Circuit Court Judge, Escanaba, Michigan 49829; to any 
such address as the Union or the Employer may make available to each other. 
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ARTICLE 54. EFFECTIVE DATE: 

This Agreement shall become effective as of September 14, 2007, and expire as of September 
13, 2010. 

IN WITNESS WHEREOF, the parties hereto have caused this instrument to be executed on 
the date and year first above written. 

FOR THE UNION: 

Melissa~ ola 
Union Representative 

FOR THE,Em loyer: 
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APPENDIX A 

PENSIONS 

Employees hired before September 14, 2007, covered by this Agreement shall have the B-4 
benefit plan with the E-2 and F55/20, and RS50, and F AC 3 benefit program of the Michigan 
Retirement System. The Employee portion of the pension contribution shall be paid on their behalf 
by the County of Delta, as the funding unit for the 4 71

h Circuit Court. 

Employees hired on or after September 14, 2 007, will be covered by a Defined Contribution 
Program through MERS. The Employer will contribute six (6) percent(%) of salary and up to two 
(2) percent(%) matching contribution. 

These pension benefits shall not be lessened to the detriment of any Employee presently 
covered under the terms of this Agreement, unless required by law. 
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APPENDIX B 

RATE OF PAY LEVELS 

September 14. 2007- September 13. 2008 

BASE 6MONTHS 1 YEAR 2 YEARS 

Court Reporter 35,606.80 36,398.04 37,980.58 39,283.79 
Family Counselor/Mediator 34,996.30 35,773.75 37,329.20 38,610.03 

Level4 

Step 2 16.90 17.30 17.61 17.98 
Step 1 15.94 16.30 16.59 16.96 

Level3 

Step 2 14.46 14.82 15.19 15.50 
Step 1 13.15 13.46 13.79 14.10 

Level2 

Step 2 12.58 12.83 13.07 13.37 
Step 1 12.14 12.42 12.69 12.97 

Levell 

Step 2 11.77 12.06 12.28 12.58 

Step 1 10.60 10.93 11.25 I 1.57 
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September 14, 2008- September 13, 2009 

BASE 6 MONTHS I YEAR 2 YEARS 

Court Rep01ter 36,675.00 37,489.99 39,120.00 40,462.30 
Family Counselor/Mediator 36,046.19 36,846.97 38,449 .08 39,768.34 

Level4 

Step 2 17.41 17.82 18.I4 18.52 
Step 1 I6.42 16.79 I7.09 I7.47 

Level3 

Step 2 14.90 I5 .26 15.65 15.97 
Step I 13.55 13 .87 14.2I 14.52 

Level2 

Step 2 12.96 13.22 I3.46 13.77 

Step I I2 .50 I2.79 I3 .07 I 3.36 

Levell 

Step 2 I2.I2 I2.42 12.65 12.96 

Step I I0.92 Il.26 I 1.59 II.92 
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September 14,2009- September 13,2010 

BASE 6MONTHS I YEAR 2 YEARS 

Court Reporter 37,775.25 38,614.68 40,293.60 41,676.17 
Family Counselor/Mediator 37,127.58 37,952.37 39,602.55 40,961 .38 

Level4 

Step 2 I 7.93 I 8.36 I 8.69 19.08 
Step I 16.91 I 7.30 I7.60 18.00 

Level3 

Step 2 15.35 15 .72 I6.12 16.45 
Step I 13.95 14.28 14.63 14.96 

Level2 

Step 2 13.35 13.62 13.87 14.18 

Step I 12.88 13.18 13.46 I3.76 

Level 1 

Step 2 12.48 I2 .80 13.03 I3.35 

Step I 11.25 11.60 11.94 12.28 
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POSITION 

Salaried 

Level4 

Step 2 
Step I 

Level3 

Step 2 

Step I 

Level2 

Sept 2 

Step I 

Levell 

Step 2 

Step 1 

JOB TITLES 

Com1 Reporter 
Family Counselor/Mediator 

Court Administrator/Judicial Secretary/Mediation Clerk 
Chief Account Clerk 

Enforcement Clerks (FOC) ( 5 positions) 

Secretary to Staff Attorney (FOC) 
Secretary/Bookkeeper (FOC) 

Enforcement Specialist Case Worker (FOC) 
Secretary to Mediator (FOC) 
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APPENDIX C 

HEALTH, DENTAL, AND LIFE INSURANCE COVERAGE 

Effective September 14, 2007, the Employer will pay ninety (90) percent(%) of monthly 
premium for health, dental, vision, and life insurance; the Employee will pay ten (1 0) percent(%) 
of the monthly premium for each month during the contract for Employees selecting a standard 
health, drug card, dental, vision, and life insurance plan. 

For the Employees who opt for the Health Savings Plan with Blue Cross Blue Shield, the 
Employer will pay one hundred (1 00) percent(%) of the premium for Employees. The Employer 
will pay one hundred (I 00) percent (%) of the deductible for the first year (2008) an Employee 
enrolls in this HSA Plan, one hundred (1 00) percent(%) of the deductible for the second year (2009) 
an Employee emolls in this HSA Plan, and one hundred (100) percent(%) of the deductible for the 
third year (201 0) an Employee enrolls in this HSA Plan. The Employer agrees to pay the deductible 
in a lump sum by January 15th of each year. The Employer agrees to maintain the Dental Pla1,1J and 
the VSP 12, 12, 12. 

The Bargaining Unit may change insurance coverage at any time during contract with 
appropriate notification to Employer. 

The Employee may change insurance plan during open emollment. 
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APPENDIXD 

PAYMENT IN LIEU OF HEALTH INSURANCE 

Effective September 14, 2007, the payment in lieu of health insurance payments will be 
$300 .00 per month ($150.00 on the first and second pay period of each month). 

The payments in lieu of health insurance compensation will be included in the MERS wages 
for the calculation of pension benefits . 
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APPENDIX E 

USDEPARTMENTOFLABOR 
PROGRAM HIGHLIGHTS 
Fact Sheet No. ESA 95-24 

THE FAMILY A .. ND MEDICAL LEAVE ACT OF 1993 

The U.S . Department ofLabor's Employment 
Standards Administration, Wage and Hour 
Division, administers and enforces the Family 
and Medical Leave Act (FMLA) for all private, 
state and local government employees, and some 
federal employees. Most Federal and certain 
congressional employees are also covered by the 
law and are subject to the jurisdiction of the U.S. 
Office of Personnel Management or the 
Congress . 

FMLA became effective on August 5, 1993, for 
most employers. If a collective bargaining 
agreement (CBA) was in effect on that date, 
FMLA became effective on the expiration date 
of the CBA or February 5, 1994, whichever was 
earlier. 

FMLA entitles eligible employees to take up to 
12 weeks of unpaid, job-protected leave in a 12-
month period for specified family and medical 
reasons. The employer may elect to use the 
calendar year, a fixed 12-month leave or fiscal 
year, or a 12-month period prior to or after the 
cormnencement ofleave as the 12-month period. 

The law contains provisions on employer 
coverage; employee eligibility for the law's 
benefits; entiilernent-to leave, maintenance of 
health benefits during leave, and job restoration 
after leave; notice and certification of the need 
for FMLA leave; and, protection for employees 
who request or take FMLA leave. The law also 
requires employers to keep certain records. 

EMPLO\'ER COVERI\GE 
>I 

FMLA applies to all: 

-public agencies, including state, local and 
federal employers, local education agencies 
(schools), and 

-private sector ~mployers who employed 50 or 
more employees in 20 or more worl-."VVeeks in the 
current or preceding calendar year and who are 
engaged in conunerce or in any industry or 
activity affecting commerce-inc!udingj oint 
employers and successors of covered employers. 

EMPLOYEE ELIGIBILITY 

To be eligible for FMLA benefits, an employee 
must: 

(a) 

(b) 

(c) 

(d) 

work for a covered employer; 

have worked for the employer for a total 
of 12-months; 

have worked at least 1, 250 hours over 
the previous 12-rnonths; and 

work at a location in the United States or 
in any territory or possession of the 
United States where at least 50 
employees are employed by the 
employer within 75 miles. 

LEA 'VE ENTITLEMENT 

A covered employer must grant an eligible 
employee up to a total of 12 worl"VVeeJr-s or 
unpaid leave during any 12-rnonth period for one 
or more of the following reasons: 

-for the birth and care of the newborn child of 
the employee; 

-for placement with the employee of a son or 
daughter for adoption or foster care; 

-to care for an irrunediate family member 
(spouse, child, parent) with a serious he:Jlth 
condition; or 
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optometrists and chiropractors (limited to 
manual manipulation of the spine to correct a 
subluxation as demonstrated by X-ray to exist) 
authorized to practice, and perfonning within the 
scope of their practice, under state law; or 

-nurse practitioners, nurse-midwives and clinical 
social workers authorized to practice, and 
performing within the scope of their practice, as 
defined under state law; or 

-Christian Science practitioners listed with the 
First Church of Christ, Scientist in Boston, 
Massachusetts; or 

-Any health care provider recognized by the 
employer or the employer's group health plan 
benefits manager. 

l'Y!AINTENANCE OF HEALTH BENEFITS 

A covered employer is required to maintain 
group health insurance coverage for an employee 
on FMLA leave whenever such insurance was 
provided before the leave was taken and on the 
same terms as if the employee had continued to 
work. If applicable, arrangements will need to 
be made for employees to pay their share of 
health insurance premiums while on leave. 

In some instances, the employer may recover 
premiums it paid to maintain health coverage for 
an employee who fails to return to work from 
FMLA leave. 

JOB RESTORA .. TION 

Upon return from FMLA leave, an employee 
must be restored to the employee's original job, 
or to an equivalent job with equivalent pay, 
benefits, and other terms and conditions of 
employment. 

ln,
1
addition, an employee's use ofFMLA leave 

cannot result in the loss of any employment 
benefit that the employee earned or was entitled 
to before using FMLA leave, nor be counted 
against the employee under a "no fault" 
attendance policy. 

Under specified and limited circumstances 

where restoration to employment will cause 
substantial and grievous economic injury to its 
operations, an employer may refuse to reinstate 
certain highly-paid "key" employees after using 
FMLA leave during which health coverage was 
maintained. In order to do so, the employer 
must: 

-notify the employee of his/her status as a "key" 
employee in response to the employee's notice 
of intent to take FMLA leave; 

-notify the employee as soon as the employer 
decides it will deny job restoration, and e;-:.plain 
the reasons for this decision; 

- offer the employee a reasonable opportunity to 
return to work from FMLA leave after giving 
this notice; and 

-make a final determination as to whether 
reinstatement will be denied at the end of the 
leave period if the employee then requests 
restoration. 

A "key" employee is a salaried "eligible" 
employee who is among the highest paid ten 
percent of employees within 75 miles of the 
work site. 

NOTICE M"D CERTIFICATION 

Employees seeking to use FMLA leave are 
required to provide 30-day advance notice of the 
need to take FMLA leave when the need is 
foreseeable and such notice is practicable. 

Employers may also require employees to 
provide: 

-medical certification supporting the need for 
leave due to a serious health condition affecting 
the employee or an iminediate family member; 

- second or third medical opinions (at the 
employer's expense) and periodic recertification; 
and 

-periodic reports during FMLA le:1ve regarding 
the employee's status and intent to return to 
work. 



-to take medical leave when the employee is 
unable to work because of a serious health 
condition. 

Spouses employed by the same employer are 
jointly entitled to a combined total of 12 
workweeks of family leave for the birth and care 
of the newborn child, for placement of a child 
for adoption or foster care, and to care for a 
parent who has a serious health condition. 

Leave for birth and care, or placement for 
adoption or foster care must conclude within 12-
months of the birth or placement. 

Under some circumstances, employees may take 
FMLA leave intermittently- which means 
taking leave in blocks of time, or by reducing 
their normal weekly or daily work schedule. 

-IfFMLA leave is for birth and care or 
placement for adoption or foster care, use of 
intermittent leave is subject to the employer's 
approval. 

-F::tvrLA leave may be taken intermittently 
whenever medically necessary to care for a 
seriously ill family member, or because the 
employee is seriously ill and unable to work. 

Also, subject to certain conditions, employees or 
employers may choose to use accrued paid leave 
(such as sick or vacation leave) to cover some or 
all of the FMLA leave. 

The employer is responsible for designating if an 
employee's use of paid leave counts as FMLA 
leave, based on information from the employee. 

"Serious health condition" means an illness, 
injury, impairment, or physical or mental 
condition that involves either: 

-~ry period of incapacity or treatment connected 
with inpatient care (i.e. an overnight stay) in a 
hospital, hospice, or residential medical-care 
facility, and any period of incapacity or 
subsequent treatment in connection with such 
inpatient care:: or 

-Continuing treatment by a health care provider 

which includes any period of incapacity (i.e. 
inability to work, attend school or perform other 
regular daily activities) due to: 

(A) A health condition (including treatment 
therefore, or recovery therefrom) lasting 
more than three consecutive days, and 
any subsequent treatment or period of 
incapacity relating to the same 
condition, that also includes: 

-- treatment two or more times by or under the 
supervision of a health care provider; or 

--one treatment by a health care provider with a 
continuing regimen of treatment; or 

(B) Pregnancy or prenatal care . A visit to 
the health care provider is not necessary 
for each absence; or 

(C) 

(D) 

(E) 

A chronic serious health condition 
which continues over an extended period 
of time, requires periodic visits to a 
health care provider, and may involve 
occasional episodes of incapacity (e.g. 
asthma, diabetes). A visit to a health 
care provider is not necessary for each 
absence; or 

A permanent or long-term condition for 
which treatment may not be effective 
(e.g., Alzheimer's, a severe stroke, 
terminal cancer). Only supervision by a 
health care provider is required, rather 
than active treatment; or 

Any absences to receive multiple 
treatments for restorative surgery or for 
a condition which would likely result in 
a period of incapacity of more than three 
days if not treated (e.g., chemothernpy or 
r:J.diation treatments for cancer). 

"Health care provider" means: 

-doctors of medicine or osteopathy authorized 

to practice medicine or surgery by the st:1te in 
which the doctors practice: or 

-podiatrists, dentists, clinical psycholog-ists, 



When intermittent ]eave is needed to care for an 
immediate family member or the employee's 
own illness, and is for planned medical 
treatment, the employee must try to schedule 
treatment so as not to unduly disrupt the 
employer's operation. 

Covered employers must post a notice approved 
by the Secretary of Labor explaining rights and 
responsibilities under FMLA. An employer that 
willfully violates this posting requirement may 
be subject to a fine of up to $100 for each 
separate offense. · 

Also, covered employers must inform employees 
of their rights and responsibilities under FMLA, 
including giving specific -written information on 
what is required of the employee and what might 
happen in certain circumstances, such as if the 
employee fails to return to work after FMLA 
leave. 

UNLAWFUL ACTS 

It is unlawful for any employer to interfere with, 
restrain, or deny the exercise of any right 
provided by FMLA. It is also unlawful for an 
employer to discharge or discriminate against 
any individual for opposing any practice, or 
because of involvement in any proceeding, 
related to FMLA. 

ENFORCEM:ENT 

The Wage and Hour Division investigates 
complaints. If vi a lations cannot be satisfactorily 
resolved. the U.S . Department of Labor may 
bring action in court to compel compliance . 
Individuals may also bring a private civil action 
against an employer for violations. 

OTHER PROVISIONS 

S~ec i al rules apply to employees oflocal 
education agencies. Generally, these rules 
provide for FMLA leave to be taken in blocks of 
time when intermittent leave is needed or the 
leave is required near the end of a school tenn. 

Salaried executive, administrative, and 
professional employees of covered employers 

who meet the Fair Labor Standards Act (FLSA) 
criteria for exemption from minimum wage and 
overtime under Regulations, 29 CFR Part 541, 
do not 1ose their FLSA-exempt status by using 
any unpaid FMLA leave. This special exception 
to the "salary basis" requirements for FLSA 's 
exemption extends only to "eligible" employees' 

use of leave required by FMLA. 

The FMLA does not affect any other federal or 
state law which prohibits discrimination, nor 
supersede any state or local law which provides 
greater family or medical leave protection. Nor 
does it affect an employer's obligation to 
provide greater leave rights under a collective 
bargaining agreement or employment benefit 
plan. The FMLA also encourages employers to 
provide more generous leave rights. 

FURTRER INFORMATION 

The final rule implementing FMLA is contained 
in the January 6, 1995, Federal Re!Zister. (An 
interim final rule was published in the Federal 
Re!rister on June 4, 1993.) For more 
information, please contact the nearest office of 
the Wage and Hour Division, listed in most 
telephone directories under U.S . Government, 
Department ofLabor, Employment Standards 
Administration. 



APPENDIX F 

DRUGANDALCOHOLPOUCY 

OBJECTIVE: Ensure a Drug Free Workplace. 
The increased use of drugs and alcohol in our society and, in particular, the work place has become 
a national problem. The misuse of drugs and alcohol is a serious problem for Employees, their 
families, and the general public, as the costs, dangers and adverse effects are well documented. 
Unfortunately, the County of Delta cannot escape this national problem, and a formal policy is 
needed to clarify the County of Delta's actions in these cases. This formal policy maintains the 
County of Delta's position that misuse of drugs or alcohol is unacceptable. 

POLICY: A. Introduction: It is the County of Delta's belief that the misuse of drugs, 
alcohol or any substance having a physiological, psychological or biochemical effect impairs 
Employee health, Employee performance and creates unsafe working conditions. The County of 
Delta is committed to maintaining a productive, safe and healthy work environment free of 
unauthorized drugs and unauthorized alcohol use. In implementing this policy, the County of Delta 
will encourage educational programs and, in appropriate circumstances, initiate rehabilitation or 
disciplinary measures. 

B. Countv of Delta's Drug and Alcohol Policy 

Drug Policy: The possession, distribution or sale of non prescribed, unauthorized drugs by 
County of Delta Employees while on the Cou_nty of Delta premises or while engaged in the County 
of Delta business is prohibited. Further, the conviction of any drug related offense and the use of 
any non prescribed controlled substances are considered violations of this policy. 

Alcohol: The consumption, use or possession of any alcoholic beverage on the County of 
Delta premises is prohibited. Further, reporting to work while under the influence of alcohol by an 
Employee is prohibited. Any Employee with a blood alcohol level of .04 or above shall be construed 
as being under the influence of alcohol. 

DEFINITIONS: 

Unauthorized Drugs: For the purposes of this Policy, the term "unauthorized drugs" shall 
mean any substance other than an authorized substance, which is, or has the effect on the human 
body of being a narcotic, depressant, stimulant, hallucinogen or cannabin, their precursors, 
derivatives or analogues, and includes, but is not limited to, those substances scheduled as controlled 
substances pursuant to the Federal Controlled Substances Act. 
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Authorized Substances: Substances having a physiological, psychological or biochemical 
effect which are lawfully prescribed or which are available without a prescription, which are lawfully 
obtained by an Employee and which the Employee possesses and uses in the appropriate manner, 
in the dosages and for the purposes for which the substances were prescribed or manufactured, are 
considered "authorized substances" for the purposes of this Policy. 

Countv ofDelta Premises: County of Delta premises includes, but is not limited to, County 
of Delta owned, rented, used or leased property; County of Delta work site locations, County of 
Delta owned, rented or leased vehicles, or Employee owned vehicles if being used to transport 
County of Delta program participants or Employees on department business. 

MEDICATION/SUBSTANCE REPORTING: 

It is the Employee's responsibility to notify the Employer in writing when he/she is taking 
any prescription or nonprescription medicine or substance which may impair his/her mental faculties 
and physical abilities. In all cases, when Employees bring prescribed controlled substances onto the 
County of Delta premises the Employer shall be so notified in advance. 

Employee ASSISTANCE AND REHABILITATION: 

Rehabilitation referral assistance is available for any Employee who feels the need for 
assistance in dealing with any alcohol or drug program. 

Employees who feel they need assistance with drug or alcohol problems, are encouraged to 
volunteer for rehabilitation assistance before the problem leads to a situation which could jeopardize 
their employment. Employees who volunteer for such rehabilitation before they have performance 
problems or before the County of Delta is aware of a violation of its policies, will not be subject to 
discipline solely on the basis of their voluntary request for rehabilitation. Employees participating 

· in an assistance and rehabilitation program for drug or alcohol treatment may use accumulated paid 
leave days or unpaid health leave during their absence in accordance with the applicable provisions 
ofthe County of Delta's policies. 

CRIMINAL OFFENSES: 

Any Employee convicted of a drug related criminal offense must notify the Employer 
immediately and in all cases within five (5) days. 

VIOLATIONS OF THE POLICY: 

Any violation of this Drug and Alcohol Policy, will subject the Employee to discipline, 
including discharge, for the first offense. The Employer may also take any or all of the following 
actions. 
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(a) The Employer may reassign the Employee until the problem(s) is corrected. 

(b) The Employer may require a health leave of absence immediately if medical 
conditions warrant the same. The Employee may utilize accumulated personal leave 
days, vacation and comp time, however, if the Employee is required to take a health 
leave of absence. 

(c) The Employer may tenninate the employment of the Employee if the problem(s) is 
not corrected within one (1) year, or in the case of a nonprescribed unauthorized 
drug, the problem reoccurs after the initial incident. 

(d) The Employer may refer the Employee for treatment and may make compliance with 
any recommended rehabilitation program a condition of future employment. 

(e) The Employer may take disciplinary actions in accordance with the County ofDelta 
work rules and policies, including discharge. 

Employer: 

Notwithstanding the foregoing, any Employee distributing, selling or discovered in 
the act of using unauthorized drugs on the County of Delta premises or while 
engaged in the County of Delta business will be subject to immediate discharge in 
all cases. 

This Drug and Alcohol Policy shall not be construed to limit the Employer's right to take 
other appropriate and immediate actions when deemed necessary in dealing with drug, alcohol or 
health related Employee matters, provided such other actions are in accordance with law. 
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LETTER OF UNDERSTANDING 

The Employer desires to provide the secretary to staff attorney and secretary/bookkeeper 
position the opportunity to take vacation during the same period, but needs to have someone 
available who has secretarial skills and office familiarity, and who can provide office services should 
the need emerge. 

The Employer recognizes that the secretary to mediator generally will be available to fill in 
for the secretary to staff attorney or the secretary/bookkeeper should both be on vacation, and the 
Employer agrees to use the secretary to mediator in that regard, and when the secretary to the 
mediator is not available, the Employer agrees to use the Circuit Court Jury Officer, Ramon 
Alexandroni, for such emergency secretarial services and that he will be paid $1 0. 00 per hour for 
such times worked. 

The secretary to staff attorney and secretary/bookkeeper agree that each will provide in 
writing any request for vacation time for the holiday period not less than 42 days before December 
25'h, so that the Employer may arrange appropriate scheduling. All other requests shall be no less 
than 14 days prior to the date or dates requested. 

All agree that this understanding is unique t~;~_., - ~-'- ; 

iHiere::: --- ~) 

/ 
I 

Date: /Cl - ,:Z-? 

Date: "oOz./oz , 

/\-; Date: ID- l2- u 

Date : \0-\ ~-o\ 

Date: /0//Z/CJZ 
~,. 

/ 

~~Constance M. Osier 
Friend ofthe Court /~' 

i { -- : (---;--; ) 
~---- . . .,.,..---- / ' J -.. .,: , II"": ,,. . / ,:&_ __ r J a[ , ,,~---c'/7 cv 

Nfelissa Kaukola 

L -~~ 
Susan Cameron 
AFSCME Business Agent 
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LETTER OF AGREEMENT BETWEEN 

THE 47TH CIRCUIT COURT 

And 

THE 47TH CIRCUIT COURT EMPLOYEE CHAPTER OF LOCAL #2755 
AFFILIATED WITH THE MICHIGAN COUNCIL #25, AFSCME, AFL-CIO 

The parties agree to extend the current contract from February 28, 2011 through 
September 30, 2011 with the following changes to be included in the next collective bargaining 
agreement: 

Article 31 (f) Employee has available one personal leave day per year to be deducted 
from accumulated sick leave. 

Article 42 Face value of life insurance coverage $20,000 while employed. 

Parties agree to immediately begin interest based bargaining training and negotiation as 
soon as can be scheduled. 

FOR THE EMPLOYEES 

Susan Cameron 
AFSCME Business Agent 

Dated: ..}" /;? fi I 
---T;'----+1 -'----

I ( 



APPENDIXG 

FRIEND OF THE COURT 
POLICY ON BACKGROUND CHECKS 
OF EXISTING AND NEW EMPLOYEES 

The 4ih Judicial Circuit Court establishes basic safeguards to create a safe 
environment for those individuals who use or provide Friend of the Court 
services, as well as to maintain the integrity of the judiciary through this policy. 

This policy applies to all current employees employed as of April 1, 2011 and 
·all sub-contractors (vendors) and volunteers of the Friend of the Court (FOC) 
office ofthe 4ih Judicial Circuit Court. ' 

The 4ih Judicial Circuit Court establishes this policy for conducting 
background checks on existing and new employees represented by a collective 
bargaining unit. The Court and the AFSCME, AFL-CIO Affiliated With 
Michigan Council #25 (Union) agree that all present and future employees will 
complete the Internet Criminal History Access Tool (ICHA T) and Department of 
Human Services Central Registry (CR) [when appropriate] as provided for in this 
Policy. 

The Court has determined that existing employees under union contract in the 
following positions work with the public or have access to client information but 
do not work directly with children: · 

a.) M. Caron- Chief Account Clerk 

b.) -Enforcement Case Worker 

c.) M. Kaukola- Enforcement Case Worker 

d.) P. Gould - Enforcement Case Worker 

e.) B. Gereau- Enforcement Case Worker 

f.) - Enforcement Case Worker 

These incumbent individuals in the above positions will be required to provide 
authorization for an ICHA T background check. The authorization will include 
the individual's: First Name, Last Name, Gender, Month of Birth, Day of Birth, 
and Year ofBirth. 

In addition, the following union positions within the Friend of the Court have 
contact with children in the course of their employment. 

a.) -Friend of the Court Family Mediator 



Delta FOC Policy 2 
On Background Checks 

b.) H. Berg- Legal Assistant to the Friend of the Court 

c.) -Secretary to the Family Mediator 

d.) D. Ligocki- Legal Assistant to the Staff Attorney 

e.) M. Heribacka- Caseworker Specialist (Temporary Assignment) 

Incumbents of the above positions will also be required to obtain a clearance 
from the Michigan Department of Human Services (DHS) Central Registry in 
addition to an !CHAT background check. Individuals must submit a REQUEST 
FOR CENTRAL REGISTRY CLEARANCE (DHS-194) to DHS, or provide appropriate 
authorization and identification to allow the FOC to submit a Central Registry 
Clearance request on the individual's behalf, per MCL 722.627j(3). DHS will 
send a CENTRAL REGISTRY CLEARANCE RESPONSE LETTER (DHS-1910) to the 
requestor within several days of the request if the individual is not on the CR. If 
provided to the incumbent employee, the incumbent employee should retain that 
response until requested to provide it to the FOC. 

The Friend of the Court will conduct an ICHA T check on all individuals in 
appropriate positions within 60 days after the contract is renegotiated. Also 
within 60 days after the contract is renegotiated, the Court will require the 
existing union employees in the positions that work with children to provide 
authorization and identification, as specified by MCL 722.627j(3) to allow FOC 
staff to conduct a CR search. The Friend of the Court staff will promptly conduct 
the CR search after receiving authorization and identification. Failure or refusal 
to agree to a background check, to provide authorization for a Central Registry 
Check, or to provide a DHS 1910 response when requested shall automatically 
result in the termination of employment of the incumbent employee from the 
Delta County Friend of the Court Office. 

The following employees are not represented by a union: 

a.) J. Rudell- Friend ofthe Court 

b.) 1 Pelto- Friend of the Court Attorney 

c.) A. McNamara- Domestic Relations Mediator 

The Court has determined that employees in these positions work with the 
public and have direct contact with children. These individuals have submitted to 
both an ICHA T and CR check. 

The Delta County Friend of the Court does not have vendors or volunteers who 
work in the office. 

The Delta County Friend of the Court will rely on a negative response (no 
criminal history found) and, other than an incumbent employee's statement 
regarding criminal convictions in any other jurisdiction, further consideration of 
the incumbent employee's criminal history will not be made. 

The Delta County Friend of the Court will notify the incumbent employee of a 
positive response (criminal history found). The incumbent employee will be 
allowed to explain or otherwise refute a positive response. The Friend of the 
Court may conduct further investigation of a positive response. 
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In cases of a positive response, the Delta County Friend of the Court, in 
consultation with the Chief Judge of the 4 ih Judicial Circuit Court, will make an 
employment decision after consideration of the following factors: 

1. Accuracy of the information provided 
Was the prospective employee able to successfully refute or 
explain the positive response record? 

2. Prior disclosure of information 
Did the prospective employee disclose this information, if 
such an inquiry was made during the application process? 

3. Relation to position being filled 
Does the' positive response record report information that 
substantially relates to the work that the prospective 
employee would be hired for? 

4. Lenroh of time since reported offense 
Did the offense occur recently? Is there a senes of 
offenses? 

5. Nature of the offense 
Was the offense work-related, or did the offense occur at 
the workplace? Was the offense a felony or misdemeanor? 
Was the offense a violent crime or non-violent crime? Did 
the offense involve the breach of fiduciary trust? 

6. Public Trust 
Would the public's trust in the judicial branch be 
diminished by hiring this prospective employee? 

If represented by a union, the prospective employee's union representative will 
be allowed to give input to the decision process. The Court and the Friend of the 
Court will look at each of the above factors and give that factor appropriate 
weight based on all of the circumstances. \ · 

Options. 

The Court and the Friend of the Court will make a decision regarding the 
appropriate steps to take following the receipt of the positive response record. 
Steps may include (but are not limited to) the following options: 

· a. Do nothing, if the existing employee or vendor employee was 
able to show a mistake of fact or otherWise refute the positive 
response record; .. 

b. Offer counseling to the employee or suggest counseling for the 
vendor employee, if the positive response records were the 
result of substance abuse; 

c. Issue a verbal warning indicating that repeated arrests or 
convictions may result in further action; 

d. Issue a written warning indicating that repeated arrests or 
convictions may result in further action; 



Delta FOC Policy 4 
On Background Checks 

e. Impose disciplinary action, including a reduction in pay, or a 
forced paid or unpaid leave; 

f. Increase supervision of the existing employee or vendor 
employee in day-to-day work; 

g. Transfer the existing employee or vendor employee to a 
position that will provide little to no opportunity for the 
existing employee to repeat the offense; 

h. Transfer the existing employee or vendor employee to a 
position within the court not funded in whole or in part by the 
CRP; 

1. Suspend of the existing employee or ask the vendor to replace 
the employee for a certain period of time (with or without pay); 
or 

J. Terminate of the existing employee. If the employee is a 
member of the union, termination shall be subject to Article 12 
of the union contract. 

Communicating the Decision. 
The employee will be informed of the impact of the positive response record 

through a conference between the Friend ofthe Court, the Chief Judge of the 4ih 
Judicial Circuit Court, the il)cumbent employee and the incumbent employee's 
union representative if the employee is represented by a union. 

Storing the Response Record. 
All documents generated through the background check for ing -elTlpl.Qyees 

are retained as a part of the employment record for indi ·aual. 

.1-?A.'I, I y 
April '2011 

April I~ , 2011 

April/!, 2011 
Sue Cameron 
Representative for AFSCME, AFL-CIO 
Affiliated With Michigan Council #25 


